We tested a mediation model of career calling, in which career calling was associated positively with life satisfaction and perceptions of future employability, and these relationships were explained by the self-regulatory mechanisms of work effort, career strategies, and emotional regulation. Using a sample of 664 emerging adults (74.8% female, mean age = 20.2 years), we found that higher career calling was associated with better life satisfaction and more positive perceived employability, that higher career calling was associated with more work effort, more use of career strategies, and better emotional regulation, and that the self-regulatory strategies mediated between career calling and life satisfaction (work effort and emotional regulation) and between career calling and perceived employability (work effort, emotional regulation, and career strategies). We interpreted the results from a developmental and goal-setting perspective, and made recommendations for practice.
Self-Regulatory Processes Mediating between Career Calling and Perceived

Employability and Life Satisfaction in Emerging Adults
"What is my purpose in life?" "Is my chosen career going to be meaningful?" Questions like these surface when young people are deciding on their career, commencing tertiary studies, or contemplating entry to the labour market (Weiss, Skelley, Haughey, & Hall, 2004) . Ideally, young people settle on a career that is meaningful to them and involves activities that are personally significant. When they do this, they can be said to have developed a career calling (Bellah, Madsen, Sullivan, Swidler, & Tipton, 1985; Colozzi & Colozzi, 2000) . A career calling, or dominant career-related goal, stimulates purposeful, goaldirected actions that facilitate them moving closer to their desired occupational future (Damon, Menon, & Cotton Bronk, 2003; Rosso, Dekas, & Wrzesniewski, 2010) . Past research suggests that about 40% of emerging adults experience a strong career calling (Duffy & Sedlacek, 2010) , with those who do benefiting from better well-being, more satisfactory career development, and better occupational adjustment (Duffy, Allan, & Dik, 2011; Duffy, Manuel, Borges, & Bott, 2011; Steger, Pickering, Shin, & Dik, 2010) .
Unfortunately, many young people are still unclear about their career direction when they enter the full-time labour market and remain dissatisfied later on in their working life (Colozzi & Colozzi, 2000; Dik, Eldridge, Steger, & Duffy 2012) .
Thus, it is important to gain a greater understanding of the career calling concept and its correlates in order to assist young people to formulate clear, meaningful, and purposeful career goals from which they can benefit. While there is a renewed interest in the effects of career calling and how it is associated with work meaning (Weiss et al., 2004) , career satisfaction, personal well-being, and growth (Elangovan, Pinder, & McLean, 2010; Hall & Chandler, 2005; Weiss et al., 2004) , research with young people that investigates more complex relationships surrounding career calling is limited (e.g., Duffy, Allan, & Bott, 2012;  SELF-REGULATION AND PURSUIT OF CAREER CALLING 4 Hirschi & Hermann, 2013; Steger et al., 2010) . This study aimed to add to this growing literature by testing whether self-regulatory processes mediate the relationships between career calling and well-being and occupational attitudes (see Figure 1 ). We tested our hypotheses using a sample of emerging adults, as settling on a career pathway is critical for this age group (Shulman & Nurmi, 2010) , and took a goal-setting perspective (Locke & Latham, 1990) , as career calling reflects goal setting in the career domain. Goal setting theory proposes that people consciously and unconsciously set goals, or have them set by others, and choose and apply actions and self-regulatory processes to help them reach these future goals.
Career Calling
Career calling is core to the holistic understanding of work and life (Dik & Duffy, 2009 ).
To date, there is no agreement over the definition of career calling (Elangovan et al., 2010; Hall & Chandler, 2005) , although there is consensus that people with a calling consider their work to be deeply meaningful, and approach it with a strong sense of purpose and desire to contribute to others in the community (Dik & Duffy, 2009; Elangovan et al., 2010; Hall & Chandler, 2005; Steger et al., 2010) . Variously, career calling has been defined as any work oriented towards deriving a strong sense of purpose and meaning from fulfilling otheroriented values and goals (Dik & Duffy, 2009 ), a place in the labour market that one feels destined to fill by virtue of one's own talents and life opportunities (Bunderson & Thompson, 2009 ), orientation towards work that is inseparable from one's life (Bellah et al., 1985) , work that is perceived as one's purpose in life (Hall & Chandler, 2005) , a consuming, meaningful passion towards a specific domain (Dobrow & Tosti-Kharas, 2011) , or a course of action in pursuit of pro-social intentions (Elangovan et al., 2010) .
Career calling has strong religious and humanitarian connotations, as for many centuries, calling referred to religious work (Dik & Duffy, 2009; Weiss et al., 2004) . Contemporary writings do refer to God's mission to serve others, but also indicate that a calling can SELF-REGULATION AND PURSUIT OF CAREER CALLING 5 originate from other external sources, such as acting on social needs, family legacy, or some unknown drive (Bunderson & Thompson, 2009; Dik & Duffy, 2009 ). Additionally, with the emphasis on continuous learning and adaptability in changing work environments, and the push for personal and professional development (Hall & Chandler, 2005; Weiss et al., 2004) , new conceptualisations now highlight that a career calling predominantly originates within the individual, and is central to one's identity. These secular perspectives recognise personal effort in finding and adapting a calling that generates a strong sense of personal and selfrelevant meaning and purpose in life, derives enjoyment and self-fulfilment, and stimulates inner direction and action-orientation in pursuit of that calling (Dobrow & Tosti-Kharas, 2011; Elangovan et al., 2010; Hall & Chandler, 2005) . Consistent with these views, career calling is increasingly regarded as a developmental and dynamic construct (Elangovan et al., 2010; Weiss et al., 2004) , which might begin before one is work-ready, and which can be adapted in changing circumstances and shaped by other external factors, such as by observing parents' attitudes towards their work (Rosso et al., 2010; Wrzesniewski, 2012) .
Career Calling, Goal Setting, and Emerging Adults
The developmental stage of "emerging adulthood" is the period between adolescence and adulthood, and traditionally encompasses the transition from high school to work or further education and training (i.e., approximately 18 to 25 years; Arnett, 2000) . During this period, emerging adults relinquish earlier goals, establish new ones, make decisions about their future career and life, and plan and initiate actions to achieve them (Havighurst, 1953 (Havighurst, /1961 Shulman & Nurmi, 2010) . Career calling becomes important for emerging adults as they develop career goals and engage in career actions relevant to creating a meaningful occupational future (Berg, Grant, & Johnson, 2010) . This view is consistent with the goalsetting theory of motivation (Locke & Latham, 1990) , which proposes that individuals set goals or have goals set for them, and that these goals help them organise their behaviours, SELF-REGULATION AND PURSUIT OF CAREER CALLING 6 motivate and energise them, and guide their actions. Motivation and actions, which are reflected in self-regulatory and goal adjustment strategies, are stimulated by perceived discrepancies between future goals and current behaviours or situations (i.e., stimulated by goal-behaviour discrepancies; Bandura, 1991; Locke & Latham, 2006) . Goal-setting theory is consistent with other goal-setting, evaluating, and regulating models, such as Bandura's social cognitive theory (1991), social cognitive career theory (Lent, Brown, & Hackett, 1994) , and control theory (Carver & Scheier, 1998) , and is well placed to explain the development and management of career goals and career goal-pursuit behaviours.
Based on developmental and goal-setting perspectives, career calling in emerging adults is manifested differently to that of adults in work, who are, for example, already living a calling . Career calling is consistent with identifying strong personal goals, and is manifested in future-oriented actions, cognitions, and emotions relevant to the management and pursuit of the goals. From this perspective, career calling in emerging adulthood can be represented as a "mostly self-set, salient, career goal that is meaningful and purposeful, and has the potential to grow or be adjusted by engaging in goal-directed, careerpreparatory actions and adaptive processes aimed at meeting this goal" (Praskova, Creed, & Hood, in press ).
Career Calling and Self-Regulation
Goals, which refer to future valued outcomes, trigger motivational and behavioural selfregulatory processes, which, in turn, assist with goal attainment as they enable the individual to guide and sustain goal-directed activities and commitment over time and across changing circumstances (Kanfer, Ackerman, & Heggestad, 1996; Karoly, 1993; Locke & Latham, 1990) . Specifically, individuals with high, specific goals increase their work effort Latham, Borgogni, & Petita, 2008; Locke & Latham, 1990) . In emerging adults, these might include developing knowledge in the area of their chosen career, networking, seeking information from experts, problem solving, and planning, all of which help them manage obstacles and guide their career goal-directed actions (Savickas, 1999) . Finally, emotional control is considered an important regulatory mechanism, which facilitates learning, problem solving, and task persistence, helps to manage off-task concerns and emotions that divert attention away from goal pursuit, and contributes to well-being (Kanfer et al., 1996; Kuhl, 1985) . Control over one's emotional reactions is especially important at the start of a learning process (Kanfer et al., 1996) , and thus is relevant for emerging adults as they set career goals, enrol in careerrelevant training, and face daunting periods of learning cycles, successes, and failures.
There is a consensus that individuals with a career calling also engage in various behavioural and psychological processes that direct their attention towards meaningful career-related activities (Elangovan et al., 2010; Grant, 2007) and increase their vocational effort and focus (Hall & Chandler, 2005) . From the limited research on self-regulation in emerging adults, greater career calling is associated with engaging in more career activities, having more educational information and career insight, and showing more career planning (Dobrow & Tosti-Kharas, 2011; Duffy & Sedlacek, 2007; Hirschi & Hermann, 2013) .
Qualitative research has found links between having a career calling and increased effort and dedication (Hunter, Dik, & Banning, 2010) . From this, we expected that career calling would be associated positively with career self-regulatory behaviours.
Career Calling and Well-Being
Well-being, which can be conceptualised as an overall cognitive judgement of one's life (Diener, Emmons, Larsen, & Griffin, 1985) , plays a central role in positive youth SELF-REGULATION AND PURSUIT OF CAREER CALLING 8 development, and is related to young people realising their abilities, coping with the stresses of life, and working productively towards their goals (Park, 2004) . Individuals who are motivated to reach a "stable and far-reaching goal", one that is meaningful to the self and carries consequences to the world beyond the self, benefit from more positive outcomes (e.g., having higher self-esteem and more developed identity; Damon et al., 2003, p.121) , and are protected against negative emotions and poor well-being, such as depression and anxiety (Dik & Duffy, 2009 ). Thus, emerging adults with higher career calling should benefit from better well-being compared to those with lower levels. In support of this, career calling in emerging adults is associated with more positive outcomes in various forms of well-being, such as life satisfaction , academic satisfaction (Duffy, Allan, et al., 2011) , positive affect (Vallerand et al., 2003) , work enjoyment, and passion (Dobrow & Tosti-Kharas, 2011) .
Career Calling and Perceived Employability
The construct of employability has become increasingly relevant as world economic markets and conditions become more turbulent (Rothwell, Herbert, & Rothwell, 2008) . In the 21 st Century, individuals need to be more active and adaptable in order to realise their career opportunities (Fugate, Kinicki, & Ashfort, 2004 ) and cope effectively with career transitions (Wittekind, Raeder, & Grote, 2010) . As many emerging adults invest in costly, long-term educational programs, but still face job insecurity after this, it is important to develop employability skills and perceptions early on, as these will help them gain employment and cope with labour downturns in the future. Perceived employability in emerging adults mirrors their "self-perceived ability to attain sustainable employment appropriate to one's qualification level" (Rothwell et al., 2008, p. 2) . It reflects internal factors, such as relatively high confidence in, and valuation of, one's career-related skills and abilities, and external factors, such as positive perceptions about the labour market.
In the context of goal-setting theory, perceived employability reflects a belief about future SELF-REGULATION AND PURSUIT OF CAREER CALLING 9 goal attainment (Wittekind et al., 2010) . Emerging adults with a stronger career calling should display stronger beliefs about their future employability as they are more self-defined (i.e., have a stronger career identity), more motivated (Fugate et al., 2004) , and have established higher goals, which are related to greater self-confidence and expectations about their performance (Seijts, Latham, Tasa, & Brandon, 2004) . Consistent with this, career calling is associated positively with career self-efficacy and outcome expectations (Dik, Sargent, & Steger, 2008; Hirschi, 2011) , and perceiving work as important for life is associated with greater certainty about achieving one's future occupation (Tryon & Radzin, 1972) and being more employable (De Vos, De Stobbeleir, & Meganck, 2009 ).
Self-Regulation, Well-Being, and Perceived Employability
Self-regulation, or the adaptive tendency used in goal pursuit, fosters well-being (Kuhl, Kazen, & Koole, 2006) and is important for emerging adults in the context of their development of employability (van der Heijden, 2002) . Individuals with more effective selfregulation strategies are more motivated, better able to control negative anxiety-related events, cope with career changes, and manage their own career in the desired direction (De Vos et al., 2009; Fugate et al., 2004; Hall & Chandler, 2005; Rapee, Craske, Brown, & Barlow, 1996; Savickas, 1999) . Research supports this. For example, increased career commitment predicted job satisfaction in an adult sample (Duffy, Dik, & Steger, 2011) , greater career adaptability was associated with fewer career concerns among emerging adults (Creed, Fallon, & Hood, 2009) , and the use of career self-management strategies (e.g., networking, self-control, and career knowledge), were associated with perceived employability among university students (De Vos et al., 2009; van der Heijden, 2002) .
Self-Regulation as a Mediator
Motivational, behavioural, and emotional self-regulatory processes act as driving forces in the goal-outcome relationship (Kanfer & Heggestad, 1997; Locke & Latham, 1990 ).
SELF-REGULATION AND PURSUIT OF CAREER CALLING 10
Consistent with this, Fugate et al. (2004) argued that individuals with a strong sense of career identity (i.e., who have already established a salient career goal) were motivated to actively create, adapt, and engage in activities that matched their career aspirations, and these led to perceptions of greater employability. In the calling literature, Hall and Chandler (2005) proposed a model consistent with goal-setting perspectives, and argued that the sense of purpose in a calling would lead to increased goal effort, which, in turn, would lead to greater psychological and objective career success. This means that having a stronger career calling in emerging adulthood should trigger various self-regulatory mechanisms used to assist with reaching desired goals, which, in turn, should lead to positive outcomes. From the handful of career calling studies on self-regulatory mediators, work hope (considered motivational) fully mediated the relationship between career calling and academic satisfaction in emerging adults , and career commitment fully mediated the relationship between career calling and job satisfaction in adults .
Present Study
There is limited understanding of the various processes that individuals utilise when they pursue their calling and how these processes influence their meaning of work (Rosso et al., 2010) . To date, no research on career calling has assessed a comprehensive range of selfregulatory processes identified as crucial mechanisms in goal progress (Kanfer et al., 1996; Grant, 2007; Latham et al., 2008) . We aimed to address this deficit. We tested a crosssectional, goal-setting model, where career calling was the salient, meaningful, career goal, well-being and perceived employability were important individual outcomes, and selfregulatory strategies acted as mediators between career calling and well-being and employment attitudes (see Figure 1) . Specifically, we hypothesised that higher levels of career calling in emerging adults would be associated with greater motivation (operationalized as work effort), greater use of behavioural strategies (operationalized as SELF-REGULATION AND PURSUIT OF CAREER CALLING 11 career self-management strategies), and greater emotional self-regulation (operationalized as emotional control). These self-regulatory processes would, in turn, be related to higher wellbeing (operationalized as life satisfaction) and greater self-perceived employability.
Additionally, we expected that, after controlling for the effects of the self-regulatory mechanisms, the direct relationships between career calling and well-being, and career calling and perceived employability, would be reduced significantly (i.e., that the selfregulatory strategies would act as mediators). were university (89%) or vocational training college students (7%) enrolled across a diverse range of degree programs (e.g., health, arts, education, law, business, and science), vocational certificates, diplomas, and apprenticeships (e.g., hospitality, electrician, event management, youth work, and retail). The remainder were either employed (2%) or unemployed (1%).
Method
Nine participants (1%) did not answer this question.
Measures
Unless otherwise stated, all scales used a 6-point Likert-like format (1 = strongly disagree to 6 = strongly agree), with higher scores reflecting higher levels of the respective constructs.
Career Calling. A 15-item scale developed for use with emerging adults was used to assess cognitive, behavioural, and affective aspects of career calling across three domains of personal meaning (e.g., "Preparing for my career is contributing to my personal growth"), other-oriented meaning (e.g., "It is my calling to benefit others in my future chosen career"),
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and purposeful directedness (e.g., "Everything I do to prepare for my career is enjoyable and draws me towards it"; Praskova et al., in press). Internal reliability for the full scale and subscales were > .80, and confirmatory factor analysis supported the factor structure. The measure was distinguished from search for calling, and showed correlations in the predicted direction with measures of career indecision, presence of calling, and life satisfaction. Alphas in the current study were .89 (full scale), .81 (personal meaning), .85 (other-oriented meaning), and .82 (purposeful directedness).
Self-Regulation. Three scales were used to measure self-regulatory strategies.
Motivational self-regulation. The 10-item Work Effort Scale (De Cooman et al., 2009) taps three domains of work effort: direction, intensity, and persistence. Several items were modified to suit our sample of emerging adults (e.g., the item, "I really do my best in my The internal reliability coefficient for our sample was .94.
Behavioural self-regulation. The 26-item Career Strategies Inventory (Gould & Penley, 1984 ) taps a range of career enhancing strategies, including creating career opportunities, self-presentation, work involvement, and seeking career guidance. The items were amended to reflect the first person, and several items were modified to suit emerging adults who were contemplating their future career. In response to this stem, "In respect to my career future, I
am…", participants responded to questions such as, "…dressing like influential people".
Perkins (2012) used this amended scale with emerging adults and found a single factor, internal reliability coefficient of .91, and expected associations with other career variables.
Internal reliability for our sample was .92.
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Emotional self-regulation. The 9-item Emotion Reduction Subscale from the Emotion Amplification and Reduction Scales (Hamilton et al., 2009 ) assessed the extent to which participants exhibited control over their concerns by reducing, shortening, or stopping emotional responses. Participants responded to items such as, "I can stop an emotion before it overwhelms me", on a 6-point Likert-like scale with endpoints of 1 = not at all true for me and 6 = very true for me. Hamilton et al. (2009) reported an internal reliability of .89 for the subscale with undergraduate students and found expected associations with negative affect, depressive symptoms, and fatigue. Alpha in our sample was .93.
Well-Being.
The 5-item Satisfaction with Life Scale (Diener et al., 1985) was used to assess general satisfaction with life. A sample item is, "I'm satisfied with my life". The scale has demonstrated good psychometric properties with undergraduate students, including an internal reliability coefficient of .87, a 2-month test-retest reliability of .82, and correlations with other scales in the expected direction (Diener et al., 1985) . The internal reliability coefficient for our sample was .89.
Perceived Employability. The 16-item Self-Perceived Employability Scale (Rothwell & Arnold, 2007) assesses individuals' perceptions of their attractiveness and worth in the labour market. Items were modified to suit emerging adults who were anticipating entry to full-time employment. For example, the item, "People who do the same job as me are valued highly", was amended to, "People with the same career choice as me are highly valued". Rothwell and
Arnold (2007) reported an internal consistency of .83 with employed adults and expected correlations with career success and professional commitment. Alpha for our sample was .91.
Procedure
This study is part of a larger project, examining career development in emerging adults (Praskova et al., in press ). Approval was granted by the authors' university ethics committee, and the survey was distributed both online and in paper-and-pencil format. As an incentive, SELF-REGULATION AND PURSUIT OF CAREER CALLING 14 participants were able to enter a prize draw for a $50 shopping voucher.
Results
Data screening revealed a small portion of missing values (0.4%; 195 values). Little's
omnibus MCAR test indicated these were missing completely at random, χ 2 (1115, N = 664) = 1149.38, p = .23, which allowed for data replacement using imputation methods available in SPSS. Parcelling was employed to form observed variables to represent the latent variables for the longer scales of work effort, emotional regulation, career strategies, and employability (Landis, Beal, & Tesluck, 2000) . Parcels were formed by conducting separate exploratory factor analyses for each scale, rank ordering the factor loadings within each scale, and then allocating the individual items to one of three parcels using an item-to-construct balance approach (Hau & Marsh, 2004) . The three parcels for career calling were represented by the three subscales of the scale. Life satisfaction was represented by the five individual items.
Using structural equation modelling (i.e., maximum likelihood estimation in AMOS 21),
we assessed a measurement model to confirm that the latent variables were represented by their parcels or observed variables, and then assessed the hypothesized structural model in 
Testing the Measurement Model
The measurement model showed good fit statistics for the six latent variables: χ 2 (152) = The correlations among the latent variables were all significant (p < .001), ranging from .25
to .68 (see Table 1 for summary data).
Testing the Structural Model
Age and gender were not associated with either of the outcome variables (see Table 1 .97, and RMSEA = .05. As seen in Figure 2 , significant positive paths (p < .001) were found from career calling to work effort, emotional regulation, and career strategies, indicating that, as expected, higher levels of career calling were associated with more work effort, emotional regulation, and use of career strategies. Also, there were significant positive paths (p < .001) from work effort and emotional regulation to perceived employability and life satisfaction, and a significant positive path from career strategies to perceived employability (p < .001).
These anticipated results indicate that higher levels of work effort, emotional regulation, and career strategies were associated with greater perceived employability, and that higher levels of work effort and emotional regulation were associated with more life satisfaction. The path from career strategies to life satisfaction was not significant (β = .04, p = .41), indicating no support for the hypothesis that career strategies was associated with life satisfaction. Figure 2 depicts the final model with the non-significant path removed for clarity.
Testing for Mediation
From the above analyses, work effort, emotional regulation, and career strategies potentially mediated the relationships between career calling and perceived employability and life satisfaction. Four criteria must be met for mediation: the predictor must be associated with both the mediator and the outcome variable, the mediator must be associated with the outcome variable, and the strength of the relationship between the predictor and the outcome SELF-REGULATION AND PURSUIT OF CAREER CALLING 16 variable must be reduced significantly (partial mediation) or reduced to zero (full mediation)
in the presence of the mediator (Baron & Kenny, 1986) . The previous analyses demonstrated that career calling was associated with all three mediators, that the three mediators were associated with perceived employability, and that two mediators (work effort and emotional regulation) were associated with life satisfaction. When we assessed the direct effects of career calling on the outcome variables (perceived employability and life satisfaction), both estimates were significant, with standardised coefficients of .74 and .42 (p < .001),
respectively. Finally, we used bootstrapping (1000 bootstrapped samples; Preacher & Hayes, 2008) to assess the indirect effects between career calling and perceived employability and life satisfaction via the mediators. Bootstrapping generates standard errors and 95% biascorrected confidence intervals. Mediation is indicated when the 95% confidence interval of the indirect effect does not include zero. For both career calling on perceived employability (CI 95 = .25 to .51) and career calling on life satisfaction (CI 95 = .20 to .35), the confidence intervals did not contain zero, indicating that the career calling-outcome relationships were mediated by the self-regulatory variables. As the direct path from career calling to perceived employability remained significant in the presence of the mediators (β = .22, p = .002), the mediation between these two variables was partial. The total effect of career calling on perceived employability explained 37.33% of the variance, with 15.05% of the variance being explained by the indirect effect through the mediators. In terms of life satisfaction, the direct path between career calling and life satisfaction was non-significant in the presence of the mediators (β = .04, p = .44), indicating full mediation. Consistent with this, the total effect of career calling on life satisfaction explained 9.92% of the variance, with 7.45% of the variance being due to the indirect effect through the mediators.
We probed the specific indirect effects using RMediation, which computes confidence intervals for the indirect effects on the basis of the distribution of the product of regression coefficients (Tofighi & MacKinnon, 2011) . This method is useful in multiple mediator models for testing specific mediated effects (Fritz & MacKinnon, 2012 
Discussion
This study tested a mediation model of goal setting, in which career calling was associated with better life satisfaction and a better perception of future employability, and these relationships were explained by use of self-regulatory mechanisms (i.e., increased work effort, career strategies, and emotional regulation). Consistent with previous research assessing the relationships between career calling and well-being and between work importance and perceptions of employability (De Vos et al., 2009) , our study showed that higher career calling was associated with both higher life satisfaction and more positive perceived employability. Also, consistent with propositions that individuals with a higher career calling engage in more self-regulatory processes to guide their attention and goal progress (Elangovan et al., 2010; Hall & Chandler, 2005) , our study showed that emerging adults higher on career calling reported more work effort, had better control of their emotions, and used more career developmental strategies.
While the positive relationship between career calling and well-being has been found in the career calling research area, we add to this literature by using an age-appropriate measure of calling to test the relationship with emerging adults, who are initiating career actions in preparation for achieving meaningful work as adults. We also contribute to the literature by taking a theoretical approach in identifying new correlates of career calling. Self-regulatory processes are recognised as important constructs in goal setting (Locke & Latham, 1990; Kanfer & Heggestad, 1997) , and consistent with developmental approaches (Havighurst, 1953 (Havighurst, /1961 Shulman & Nurmi, 2010) , we selected variables that are salient for the career development and adaptability of emerging adults, which needs to be future-oriented, learning and action focused, and responsive to today's labour market demands (Rothwell et al., 2008) .
Most importantly, we responded to calls to investigate potential mediators between career calling, vocational development, and well-being (Duffy, Manuel, et al., 2011) , and assessed the effects of self-regulation on perceived employability (Wittekind et al., 2010) . Our study showed that a higher career calling was associated with more work effort, emotional regulation, and career strategies, which, in turn, were associated with more life satisfaction (work effort and emotional regulation) and more positive perceptions of employability (work effort, emotional regulation, and career strategies). The combined mediation effects were of moderate strength, indicating that the self-regulatory effects were meaningful, and when probed, it was shown that all self-regulation variables made a contribution. Our findings are consistent with related mediation research on the career calling/well-being relationship , and consistent with Hall and Chandler's (2005) approach to career success and goal setting perspectives (Kanfer & Heggestad, 1997; Locke & Latham, 1990) , which propose that higher goals (i.e., career calling) stimulate motivational (i.e., work effort), behavioural (i.e., strategies), and emotional (i.e., ability to control emotions) regulatory processes that act as driving forces for goal accomplishment and better well-being. As all self-regulatory mechanisms are considered to work in concert during goal progress (Locke & Latham, 1990) , which helps explain the weaker effects found for the individual pathways, future research might test models that include moderated-mediation pathways to assess these combined effects.
Of all the predictors, career strategies had the strongest relationship with employability; but, contrary to our expectations, this variable was not associated with life satisfaction, and did not mediate the path between career calling and life satisfaction, after controlling for the other variables in the model. There are several potential explanations for this. First, our measure of well-being was general, rather than context-specific (e.g., career satisfaction), which might explain this result. Second, career calling, which is associated with life meaning (Duffy & Sedlacek, 2010) , might stimulate more general motivational and emotional selfregulatory processes, and be less connected to specific, career-related strategies. Third, goalsetting theory (Locke & Latham, 1990 ) posits that setting a high goal is more motivating for individuals because it requires them to achieve more in order to be satisfied. Based on this, satisfaction derives from individuals' perception that they are growing professionally and have perceptions of successful goal attainment. Future studies could assess this in a longitudinal study that places life satisfaction as a consequence of perceived employability.
Regarding practical applications, individuals who lack a meaning and purpose in life are thought to be frustrated with their existence (Frankl, 1984) and to be prone to negative outcomes, such as negative emotions, depression, and anxiety (Dik & Duffy, 2009 ). The participants in our study who had lower career calling reported less use of self-regulatory strategies, and reported poorer well-being and less positive views of their future. There are implications here for educational and counselling programs that are aimed at fostering a sense of purpose and meaning, both occupationally and in life in general. Such programs could promote development of a healthy, adaptive, and active career calling long before young people are in the transition-to-work phase, and before they are work-ready. Such programs could commence by identifying important and purposeful goals, values, and interests in the person's life that might develop into significant work and life aspirations. They also could focus on educating young people about the positive effects that having a meaningful and purposeful career goal has on self-confidence, well-being, and professional behaviours (e.g., SELF-REGULATION AND PURSUIT OF CAREER CALLING 20 consulting experts, exploring career choice, networking), their learning, career pursuit focus and persistence (i.e., maintaining direction, intensity, and persistence), and their ability to overcome negative emotions related to potential concerns.
Although our study yielded promising results regarding the career development and career goal pursuit of emerging adults, we have not established generalizability. Gender and educational attainment were not associated with the outcome variables, but we had disproportionally more young women than men, and more students than non-students, in our sample. Future studies need to test the relationships on more diverse samples. Second, although we used sophisticated statistical methods to test plausible causal relationships, our research was cross-sectional. Employing a longitudinal design would allow for tracking individual trajectories over time, and permit stronger causal interpretations. Finally, our mediator variables were largely internal self-regulatory strategies, and did not reflect the individual's capacity to marshal support and resources from others (Shulman, Feldman, Blatt, & Coen, 2005) . For example, social support has been shown to be related to both employability and well-being (see Rothwell et al., 2008) . Thus, while we tested crucial selfregulatory processes involved in the pursuit of a career calling in emerging adulthood, our selection was not exhaustive. Future research might include strategies both internal and external to the person to assess the relative strength of each of these relationships, and to account for more variance in the outcome variables. By furthering our understanding of the driving forces behind goal pursuit, we can help young people to realise their career dreams, continue to grow, and achieve the lives they desire. 
